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Contrasting Staffing Patterns
Career Btaffing Bystem

Becruitment for a ltfe~time
career, generally at a young
age and prior to the aoqui~
sition of substantial work

Belection standards that
attempt to measure the long-
range potential rather than
the capacity for immediste,
high preduction.

Appointment with carcer
tﬂn’ﬂ!‘@' -

&n aim of developing
personnel by Wraining and
assignnent to squip them
for future utilization.

-

L.

d.

Program Staffing Syestem

Recruitmant for specific jobs of
persons who are already quali-
fied by training and experience.

Seisction stendards primarily
based on the specific job to
be filled.

Appointment with job tenure,

Training primarily related to
regquirements of spoecific duties
of the job,
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¢. Advancement on & com-
petitive but orderly basis
with the resuilt that a sub~
stantially homogenaous

Advancement on a job opportunity
basis, with emphasis on job
qualifications rathar than service
merit or seniority.

group is maintained and a
significant correlation be~
tween age and renk rosults,

f. Very limited i any appoint- £, Appointments at all levels,
mants above the entrance
level.

To the sbove list can be added:

¢g. A componsastion and retire- g. A compensation and retirament
ment plan based on the plan sdapted to temporary
axpectancy of & lifetine employmant.
career.

k. Rellance upon motivation h. Reliance upon motivation based
based upon loyalty to the on attachment to program
organization and career objectives.
aspiration.
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(PPE KOUTE: This last sentence might be said to apply also
to transfers between major components of an agency...)

3. {in discuasing the propesal for a Sentar Civil Service of cureer
axsoutives in the Federal Government, this papar goes on to
say = }...there has been constderable support for the following
soncepts, which underlie the proposal for a Senior Civil Service:

a. Career axecutives should be sarefully selected and
broadly trained through rotation of assignments and
other developmental experiences, with recwring objec~
tiva review of their qualifications as they advance in
the service. Inbreading and parochialism should he
combated by all feasible means.

b. The most qualified career sxecutives of the Federal
agivil ssxvice should sc far as possible be aveilable
for service wherever in the executive branch they can
be moat ussiul.

c. At the sxecutive level compensation should be based
on the gqualifications and prior servics of the individual
a5 much az on the position occupled at the moment,
The same position may appropriately be occupisd from
time to time by individuals receiving differont rates of
compensaion. ..

Page BG
4. Agency Caresr Development Programs

« « JActually thore haz been a fatlr amount of sffective work
throughout the government in providing developmental peogramg for
promising employeas at junior levels, spetty progress at the inter-
mediate lovels botweaen grades CS~2 and GB-12, and relatively much
losas for the sxecutives in Grads G8-13 and higher.

s - -

xecutives, like all men, respond positively to reasonable
poricrmance standards. Few fadaral agencies have staled in clear
termez just what type of management performance they expect of their
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executives. This lack contrasts sharply with the positive standards
set for military executives. ..

- -~ -

Although it might not be possible to work out such o detailed
system fof military career development and training at succeeding
levels) for civilians, it would certainly seem desirable for federal
organizations 1o state clearly the skills, knowlsdge, and abilitles

they expect executives to have. Eugh sppeciations gould bagome
2 majer spur to sell-development by exequtives.

Performance standards are not geif-executing. Each organiza~
tion needs & communications system that reports to executives how
well they live up to the sxpectations of top management. ..

CONFIDFNTIAL
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